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III. 
I. Introduction 
A. Purpose 
In recent years the growth in the number and scope 
of the so-called "fringe benefits" has been very rapid. The 
astonishing aspect of these wage supplements is the lack of 
information about them.• 
Employee compensation, as it has increased over 
the past few years, has taken many forms. It means more 
than salaries and wages alone. To the individual seeking 
employment the wage rate may be of prime importance, but 
also of importance are the "fringe benefits" which go along 
with it. Today, questions regarding such provisions as 
vacations with pay, the usual number of paid holidays, sick 
leave, group life insurance, hospitalization and medical 
insurance, a pension plan, and maybe a. profit-sharing plan 
inevitably enter the prospective employee's mind. 
To management, such additional benefits provide a 
sell i ng point to attract good employees, but at the same 
time they represent added expenses which contribute greatly 
to the cost of his product or service. They actually add 
billions of dollars to industrys' payroll each year;•• yet 
very little is known as to what they cost individual com-
panies or the nation as a whole. 
* 4o, P.3 
** 36, P . .J.03-104 
l. 
Inasmuch as these fringe benefits are sharing the 
limelight with increased wages, it seems most advantageous 
to study them more closely. Here, then, is the purpose of 
this analysis - (1) to identify the factors that make up the 
fringe benefit programs; (2) to discover methods o! classi-
fying them so as to obtain more exact cost data and increase 
the comparability of fringe costs between companies; (3) to 
describe the methods and uses of fringe cost computations: 
why, and how, the companies studied, computed the costs, and 
how they applied the data; (~) to present means for computing 
initial cost; (5) and to present statistics indicating 
practices in use now and trends in this area. 
1. Gathering Fringe Information 
The data and information presented in this paper 
was obtained through interviews with representatives of the 
cooperating companies. 
The cases appearing in this thesis report the 
experiences of these companies with fringe benefits. The 
case method of reporting information was used to get away 
from the broad survey approach and to enable this author to 
go behind the scenes of individual company fringe practices 
and policies. 
The companies reported on in this paper were chosen 
because each approached the problem of fringe benefits a 
little differently. 
---- ----------
2 .• 
Each company visited gave much time to lengthy, 
detailed interviews. This author is very grateful for their 
cooperation. 
B. Definitions 
The non-wage costs of doing business have been 
called fringe benefits, wage extras, the hidden payroll, 
job dividends, invisible labor costs, and many other names. 
The most commonly used term, however, is the first. This 
term is somewhat misleading today as the fringe has extended 
so far and has become such a large part of labor's compen-
sation - that the term has lost its full descriptive power. 
It has been tagged by one writer, and justifiably so, as a 
11 semantic blur 11 • * 
For the lack of a better term and to avoid any 
new misconceptions of these wage extras, this author will 
continue to use the term "fringe benefits". For the pur-
pose of this analysis the term "fringe benefits" will be 
defined as follows: 
"Fringe benefits are those benefits 
or services which an employer offers 
his employees at no cost to the 
employees or at less than their cost 
to the employer'.** 
Today, the term fringe benefits is all-inclusive 
and encompasses any and or all of the combinations of wage 
*19, P. 35 
**13, P. 43 
3. 
supplements. Some of the more common items included ae 
fringes are: premium pay, paid holidays, rest periods•, 
pensions, group life insurance, hospital and surgical plans, 
paid vacations and severance pay. In general the items will 
fall in four definite categories.•• 
1. Extra payments for time worked. 
2. Pay for time not worked. 
3 •• Payments for employee security. 
4 Payments for employee services. 
c. General Development 
Supplementary wage payments are by no means new 
in the industrial field. In the United States, the first 
benefit plans were founded by the early unions, which were 
then chiefly mutual aid associations. The purpose of these 
benevolent societies was to give aid to their members, but 
now the purpose of labor groups generally is to act as bar-
gaining units and to gain benefits for employee security. 
Of the many mutual aid groups established in 
the early 1800's, it is generally recognized that the 
Philadelphia Typographical Society was the precursor. It 
was organized in 1802; became a benevolent society in 1810; 
and finally in 1833 it became a labor union. The railroad 
brotherhoods followed the same lines of development. 
These early unions were union managed and 
financed, which policy finally led to their death. 
*13, P.43 
••4o, P.6 
4.. 
Employer participation in benefit plans began 
around the end of the nineteenth century. Then employers 
began to sponsor benefit plans. The rising interest of 
employers was a result of the rising interest of workers 
in the union movement and also perhaps as a means to halt 
the growing membership of unions. 
The years 1g7~ - 1935 mark the appearance and 
growth of various forms of fringe benefits as we now know 
them. From that period came such benefits as paid vacations, 
health insurance plans, pensions, group life insurance 
plans, severance pay. Then we bad the enactment of the 
Wagner Labor Relations Act and the Social Security Act of 
.1935. From that time on unions have added benefit plans 
in increasing numbers to their collective bargaining plank 
of leverage. 
The above mentioned benefits were typical of 
the embryo stage of the benefit plans. It was during and 
after World War II that the terms fringe benefits and 
organized labor became one and the same. The number of 
benefits increased and the number of workers covered multi-
plied rapidly. 
However, during World War II wage stabilization 
came into being which made it difficult for unions to ob-
tain direct wage increases for their members. This led the 
unions to ask for increases that did not affect base rates. 
The National War Labor Board supported this method of ob-
taining wage increases by stating it would approve plans 
voluntarily arrived at between the union and an employer, 
if the cost did not exceed five per cent of the payroll.* 
There were also other causes for the increased 
demand for fringe benefit plans. The employees were be-
coming more and more aware of the increased cost of living 
and the incompleteness of the United States Social Security 
program. A factor management was concerned with was high 
corporate ta~s. The employer was becoming more agreeable 
to these fringe demands in the face of the excess profits 
tax. 
To show how employee benefits have grown, Prentice-
Hall, Incorporated,** in 1947 conducted a survey of one 
hundred contracts to determine the percentage of the con-
tracts including clauses on employee benefits. The results 
are as follows: 
'% Granting 
*11, P.l7 
**5, P.l47 
1 
1 
2 
4 
g 
9 
11 · 
lg 
19 
Benefit 
Production Bonus 
Profit Sharing 
Paid Maternity Leave 
Jury Duty 
Severance Pay 
Pensions 
Paid Sick Leave 
Group Life Insurance 
Health and Accident Insurance 
6. 
In 1947, the Taft-Hartley Act and in 1950 the 
Supreme Court upheld the right to bargain on fringe benefits. 
In 1948, a survey of fringe benefits* '' among all types and 
sizes of industrial companies pointed out the following 
!acts: 
1. 75% of the companies surveyed pay 
all or part of employee insurance. 
2. 68% pay for employee hospitalization. 
3. 55% pay health and sickness benefits. 
When the United States Chamber of Commerce checked 
the 1949 labor costs of 690 companies it found that non-
wage costs accounted for about 16% of management's whole 
labor bill. A further breakdown of non-wage expenditure 
showed that the firms avera.ged 23.7 cents per hour or in 
total $477. per employee per year. These new figures showed 
a jump of about 2~ in non-wage costs since 1947.** 
Between 1948 and 1950, the number of workers 
covered by collectively bargained benefit plans more than 
doubled. But this tremendous increase is not too astonish-
ing since 60% of 1950's benefit plans have originated since 
1940.••• By the time 1952 rolled around fringe benefits 
were accounting for approximately one-fifth of the total 
annual payroll costs of the United States industry. These 
added payroll costs are divided into two catagories; 
voluntary and involuntary. The legally required (involuntary) 
*23, P.242 
**14, P.l22-123 
***5, P.l46 
(. 
benefit costs account for a very small percentage of the 
total. The really significant benefits have resulted from 
Union-Management negotiations. In 1952, the hidden wage 
costs totalled 16.4% for manufacturing concerns and 22.2% 
for non-manufacturing concerns. Of this, legally required 
payments were 3.8% for manufacturing and 3.1% for non-
manufacturing. This leaves 12.6% for all voluntary pay-
ments for manufacturing and 19.1% for non-manufacturing. 
These figures are important for they show that the greatest 
part of fringe benefit increases resulted from the steady 
and very rewarding pressure of unions to obtain ever-
increasing benefits from the employer. Between 1948 and 
1952 non-wage costs jumped about 66%, and the average cost 
for all industry is $6~4. per person per year.• 
To give added emphasis to the tremendous rise in 
non-wage costs this author has selected the steel industry 
as a very pointed example. In the twelve year period 
1940 - 1952, cash steel wages increased llo% but fringe 
benefits increased 34o%. Furthermore, during 1951 and 1952, 
Wage Stabilization regulations 13, 19, 21 permitted manage-
ment to match the norms for its industry or area in wages 
and fringes. • • 
The small organizations found that with wages 
*20, P.59-61 
**30, P.~l 
8. 
frozen they were forced to bring fringe benefits way up in 
order to keep a labor force. This top limit became the 
standard for union bargaining. 
While in the past, fringe benefits may have been 
said to have grown almost in mushroom fashion, it is to be 
expect ed that there will be continued development. It is 
with this development that the following section is con-
cerned. 
D. 1953 Fringes 
In a recent study of payrolls of 529 companies 
by the United States Chamber of Commerce it was found that 
fringe benefits were adding nearly $25 billion a year to 
employers' costs of doing business.• 
The following general statistics were also 
pointed up: 
*36, P.l03 
1. Fringe costs for 1953 averaged 19.7% 
of payroll. Included here were: 
legally required pa yments 3.3%; pensions 
and other agreed upon payments 5. 9%; 
paid rest periods, lunch periods 2.6%; 
payments for time not worked 6.3%; 
profit-sharing and bonus payments 2.2%. 
2. The companies surveyed were paying out 
an average of 35.6 cents per hour for 
fringe benefits, besides regular pay. 
This is contrasted with the average 
hourly wage, including overtime, of $1.~1. 
3. Fringe payments have gone up $112. per 
worker per year since 1951. 
4. Fringe benef its cost these companies an 
average of $739. per employee- per year. 
That is $95. more than similar benefits 
were costing in 1951. 
9·. 
5. It was concluded that the fringe benefit · 
level in any industry or company may be 
dependent upon such factors as custom, 
preferences of employers and employees. 
At the present time it seems to be the concensus 
of opinion that fringe benefits will further add to 
managements' wage bill. It is also predicted tha.t if 
management continues to grant "extras" on its own and if 
the unions win more fringes, they ultimately may replace 
wage boosts. Where these fringe increases will end can only 
be answered by time. 
E. Labors' Position 
It is labors' prime objective to secure as much 
for its members as is possible. This intense desire to 
provide security for union members has grown and grown and 
each new year is expected to be the "Welfare Year", but 
each succeeding year tops the previous year's record. These 
former so-called Mutual Aid Societies are not Mutual at a.ll 
now: they want management to finance a.ll this security! 
Employee compensation in the past few years has 
included increasing amounts for private pensions, insurance 
programs, vacations, holidays, rest periods, social security, 
and other fringe benefits. And it is not at a.ll improbable 
that union demands for the next few years will include 
attempts at increasing existing benefits, plus the addition 
of as many new ones as possible. 
10 .• 
·Labor unions are directing their dri vee now 
toward especially securing higher pensions. These now 
amount to more than 40% of all fringe bene~its. This 
enormous amount of money has an effect on the investment 
markets and the large unions now employ investment managers 
to handle the smooth flow ·of these funds into securities. 
Since important stockholders are often appointed to the 
Board of Directors in those companies in which they bold a 
good-sized stock interest, it is not too far-fetched to 
predict a time, not so far in the future, when unions will 
make a drive to be seated on such boards. 
The major objectives of unions now is to secure 
as many fringe benefits as possible for its members. This 
will provide security for the future, but another feature 
is that these benefits are now tax free, as far as the 
workers are concerned, so their gains in real wages have 
been far greater than indicated by the actual amount of 
wages received. As the benefits grow, and there is reason 
to believe they will continue to do so, this tax feature 
will assume more significance. Needless to say, the 
unions keep these factors in mind and each addftion to 
income keeps their members satisfied. It is expected that 
they will press for an increased number of paid holidays, 
liberalization of paid sick leave policies, severance pay, 
and improved health and welfare programs in the ensuing 
months. 
11 .• 
It is believed that the continued development of 
fringe benefits will be characterized by a greater amount 
of advance planning by the unions. 
F. Managements' Position 
Mr. W. A. Kissock, Vice President and Industrial 
Relations Manager of the Hot Point Company, points up 
managements' concern over the union demands for increased 
fringe benefits when he says: 
"In view of the certainty that union 
demands this year will emphasize 
'additions' in lieu of wage increases, 
beware, be cautious, and be informed."• 
A recent issue of the Harvard Business Review 
emphasized the fact that the average executive has scant 
knowledge of true present costs, rate of growth and trends 
of fringe benefits. 
All in all, fringe benefits mark the area of 
greatest concern in this year's administration of the over-
all industrial relations program. 
Management is beginning to recognize that they 
should estimate both the short and long-term cost of fringe 
concessions. Fundamental factors here are the question of 
cost and the question of principle. Once any concessions 
are made they should be merchandised to the employees to 
avoid the criticism of being paternalistic. Good deeds 
12. 
will not receive proper appraisal unless a company's 
communications with its employees create a desire and 
realization on their part to be thankful. 
When prices fall and business recedes, the high 
price for the current fringe package could become a 
serious cost problem. Therefore, management believes it 
must protect itself from fringe expansion. Each company 
may raise it's guard by installing a cost analysis system 
to determine the cost of fringes; by educating it's 
employees with cost and fringe value information; by 
approaching each collective bargaining table armed to the 
teeth with facts and figures for its own particular com-
pany and the costs of other companies in the same area 
and industry. 
Management is now agreed that fringe benefits 
are imbedded in corporate costs. They realize that at 
some time in the future all industry will be forced to 
consider this as much a part of coste as actual wages. 
The overall effect will be to increase the "break-even" 
point of industry, which is another way of saying that the 
profit margin is apt to be reduced by the amount of fringe 
costs. Management seems in agreement on the fact that the 
ratio of fringe benefits to wages is sure to remain high, 
eo this cost element will pecome rigid and very difficult 
to reduce. This poses a very real problem and top 
13. 
management realizes the severity of the problem. 
The problem does not seem quite so severe in 
periods of prosperity and full employment, but management 
recognizes the full impact the problem will have in de-
pression times. They sincerely hope that labor will keep 
its productivity high and find means to enhance their 
efficiency and share in part the responsibility for profits 
with them, for it -is only with full production and high 
consumption that fringe benefits and high operating costs 
can be supported. 
14. 
II. General Electric 
Headquarters in Schenectady, N.Y. and 
plants throughout the United States. 
Division interviewed: River Works, 
Lynn, Massachusetts. 
A. A New and Distressing Conclusion 
"General Electric ranks high among corporations 
in its treatment of workers."* This was a typically-held 
view, but in May 1947 General Electric came reluctantly 
to a very important conclusion. It had been evident for 
some time that, however successful the corporation was in 
other fields, it enjoyed only limited success in employee 
relations. But the new and distressing conclusion was 
that, if General Electric continued to follow past prac-
tices, the Company would never accomplish in proper degree 
the good relationships which were so important to them and 
their employees. That General Electric's course was fail-
ing was surprising. By any available standards, the com-
pany's thinking had been quite advanced. They (the company) 
had made large expenditures on what they had thought con-
stituted good employee relations and had hoped would result 
in job satisfaction. 
B. A Pioneer 
In 1947 the corporation looked back not only on 
having paid wages that were right up to the top of what was 
*3, P.759 
feasible and proper by all standards, but also on having 
voluntarily pioneered its employee suggestion systems in 
1906, its safety and health program in 1907, pensions in 
1912, savings plans in 1917, insurance in 1920, relief and 
loan plans in the 1930's and ambitious experiments in work 
and pay guarantees in the 1930's, and profit-sharing plans 
in the 1930's and 1940• .s. 
But all of this was not generally understood. In 
fact, the harder General Electric tried, the more misunder-
standing and disapproval the corporation seemed to experienceD 
So General Electric management set out with a firm resolve 
to begin to do whatever was necessary to achieve ulti~ately 
the same success in job-marketing that it had accomplished 
in product-marketing. 
C. The Nine-Point Job 
The research organization probed into employee 
activities and desires and their results indicated that 
General Electric employees wanted a package job that con-
tained nine distinct ingredients. They wanted: 
1. Good pay and other material benefits. 
2. Good working conditions. 
3 •• Good bosses. 4 A fair chance to get ahead. 
5. Steady work. 
6. Respectful treatment. 
7. Full information. 
S. Important and significant work. 
9. Rewarding association on the job. 
The company initiated the nine-point program 
16. 
outlined above, and immediately began trying to make it 
become a reality for all concerned. The company expended 
every effort to earn and get general employee approval of 
their good intentions and steadily improving performance 
in making General Electric jobs the best available. This 
was a prime requisite - to deserve and gain the understand-
ing and approval of the employees. The second requirement 
was to avoid any unwarranted confidence in any unsound pro-
posals by union officials. 
D. The Program 
The company was not only going to do right volun-
tarily- it was going to have it known by all concerned. 
It resolved to help their employees achieve the kind of jobs 
they said they wanted by exhausting the possibilities in 
these four principal areas of thought and effort: 
1. Good pay for good work. 
2. Good human interest on the part of 
management ~ their employees. 
3. Good understanding of jobs and of 
the economic. relationships among 
interdependent specialists. 
4. Good outside understanding and 
relationship. 
While General Electric was exerting considerable 
thought and action on what it was going to do to try to 
live up to doing !!!' part, the company also had clearly 
in mind that this was not going to work as a one-way matter 
and that the individual employee had to do his part in 
respect to the four areas listed above. 
17-. 
E. Company Objectives 
General Electric believes that it has come a long 
way in the past seven and one-half years in providing job-
understanding and job-satisfaction. Management thinks the 
average employee is beginning to see that they are not 
lined up against him or his union, but are as interested as 
he or his union can possibly be in seeing that the employee 
gets right up to the top of all that is fair. 
The company in the past has been, and in the future 
will continue to be, in pursuit of two objectives: 
1. Learning to do and doing what they 
should for their employees. 
2. Their employees' wanting to do what 
they can and should in fair return. 
F. A Discussion of Company Fringe Plans 
As a result of such high-level objectives, 
employee acceptance and cooperation, and extensive financial 
means, the Research Group in Schenectady has revised its 
early benefit plans and now has developed a complete and 
more than generous employee benefit program. This program 
contains benefit plans which are designed to help the 
employee protect himself and his family. A few of the more 
important plans will be discussed in the following paragraphs. 
1. The Insurance Plan 
The General Electric Insurance Plan provides life 
insurance for employees based upon their earnings. In most 
cases this will equal about one and one-half times annual 
straight time earnings, but in no event less than two 
thousand dollars. The plan also provides for accidental 
death and dismemberment benefits; weekly sickness and 
accident benefits; liberal hospital, surgical and maternity 
benefits; and life insurance after retirement. Hospital, 
surgical, and maternity benefits are also provided for 
dependents of employees where those benefits are not 
available through a Mutual Benefit Association. Approxi-
mately ninety-eight percent of all eligible employees were 
participating in the company's insurance plans as of 
December 31, 1954. About the same percentage enjoy insur-
ance protection against hospital and surgical expenses of 
their dependents. Life and accidental death and dismember-
ment insurance benefits paid since 1920 totalled more than 
fifty-eight million dollars as of December 31, 1954. 
2. The Pension Plan 
The company's pension plan is available to 
General Electric employees, and employees of certain 
affiliated companies, after one year's service. Retirement 
income, which increases in proportion to pay and length of 
service, is available for life after retirement. Payments 
are assured for five years even if the pensioner dies 
before the completion of the five-year period ending after 
his retirement. Members who become permanently and totally 
disabled after fifteen or more years of credited service 
are eligible for disability pensions. Guaranteed minimum 
retirement incomes are available to longer service employees. 
Nine-two per cent of all eligible employees were partici-
pating in the pension plan as of December 31, 1954. Pensions 
were being received by 14,895 retired employees, of whom 
1,714 employees retired during the year. The pension trust, 
is independent of the company, and administers the funds 
under the pension plan. During 1953, $57,886,444 was paid 
to the pension trust by the company and $23,257,178 was 
paid in by employees. 
3. The Savings and Stock Bonus Plan 
The General Electric employees savings and stock 
bonus plan provides for the purchase by employees of United 
States Savings Bonds, Series E, through payroll deductions. 
Employees who purchase bonds under the plan and leave them 
on deposit for the specified five-year holding period 
receive a 15% bonus in General Electric common stock con-
tributed by the company. At .December 31, 1953, there were 
102,078 participants in this plan. A total of $14,832,085 
worth of General Electric stock, equivalent to 820,725 
shares of the company's $5 par value stock, had been con-
tingently credited to participants as a bonus under the 
plan by the end of 1953. By that time, the market value of 
the shares so allocated had reached $23,938,000. 
4. The Suggestion Plan 
The General Electric suggestion plan provides for 
cash awards to eligible employees whose suggestions submitted 
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under the plan are adopted by the company. All employees, 
other than supervisory, professional, and methods and 
planning personnel are eligible to submit suggestions and 
to receive awards for those beyond the scope of their 
assigned duties which are adopted. The maximum e.ward 
under the plan is $25,000. In 1953 9~,33g suggestions 
were submitted under this plan. 
Since its inception, awards to employees totalled 
more than $5,000,000. In 1953 a new record was established 
at the Lynn, Massachusetts plants in dollars paid out to 
employees for ideas and suggestions - a total of $92,88~! 
5. The Educational Assistance Program 
Under the General Electric educational assists.nce 
program eligible employees and their children may receive 
educational assistance, provided for through funds given 
in trust by the company. The recipients of approximately 
seventy scholarships of $500. each and a nu~ber of educa-
tional loans of $250. each are selected annually on the 
basis of character, scholastic standing, financial need, 
and general merit. Awards since 192~, to 1,168 employees 
and children of employees, totalled $328,111. 
G. Fringe Benefit Statistics 
For the year 1953 the company paid $12,023,000. 
to various State Unemployment compensation funds and 
$2,1~9,500 to the Federal Government toward the cost of 
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unemployment compensation. Social Security taxes paid by 
the company in 1953 amounted to $12,18~,000. matching 
similar taxes by employees. 
Other employee benefits the company provides 
are paid vacations for all employees with one or more 
years of service. The cost to the company of providing 
paid vacations during 1953 totalled $38,755,405. In 
addition, payments made under the company's liberal paid-
holiday policy totalled $23,268,517 in 1953. 
H. Recent Fringe Grants 
General Electric employs approximately 22,000 
people in their Lynn, Massachusetts plants and a total of 
2~0,000 for the corporation. During 1953, these General 
Electric employees had $1,146,756,000 provided for their 
pay and benefits (36.7 cents of each sales dollar). This 
was the biggest payroll in the company's history - and 
General Electric expects their payroll Will be increased 
in the years to come. For example, in mid-195~, General 
Electric granted an average of five cents an hour pay in-
crease with attendant fringe benefits, such as: (1) a 
better vacation plan guaranteeing full vacation pay rather 
than pro-rata amounts to qualified employees, regardless 
of absences during the vacation year, and to compute vaca-
tion pay on the employees rate at the time of vacation or 
at the end of the preceding calendar year, whichever is 
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higher: (2) extra paid holidays - when any of the seven 
approved holidays falls on Saturday, an alternate holiday 
with pay will be observed on the preceding Friday. 
I. Getting Fringe Costs and Their Uses 
At General Electric fringe costs are analyzed 
for hourly-paid workers and salaried personnel. This pro-
cedure is usually done on an annual basis. Each plant 
reports to the home office and the Research Group studies 
the data submitted. This group shows what is taking place 
and what should take place in the field of fringe benefits. 
When this group computes the fringe costs they inform the 
individual plants so they may make use of the information 
for negotiations with unions and to educate their employees. 
Employee education is extensive and fringe information is 
publicized in the form of charts, graphs and annual state-
ments through company and plant publications. 
Not only is employee education an important facet 
in publicizing fringe benefits, but so is community educa-
tion. General Electric maintains a fund by payroll deduc-
tions and company contributions from which contributions 
shall be made, from time to time, to charitable agencies 
and organizations, such as community chests, and the 
American Red Cross. In Lynn, Massachusetts, General 
Electric enployees and the company made cash contributions 
of $268,568 to local charitable organizations, including a 
company gift of $50,000 to the Lynn Hospital. Thus the 
company lived up to its reputation as a good corporate 
citizen. The cost of these items were included in fringe 
tabulations for the reason that employees generalLy were 
not aware of them. Contributions are made at least in 
part to benefit General Electric employees by aiding 
their community. The total outlay for each contribution 
divided by total employees gave the cost-per-employee 
figure. 
The total cost-per-employee figure is of ~lue 
to General Electric in charting a trend in fringe costs 
and in making year-to-year cost comparisons. 
Moving outside the company, General Electric's 
cost figure does not allow it to make accurate comparison 
with fringe costs of other companies. The fact that the 
company's cost-per-employee figure is based on all employ-
ees rather than just those participating in the program is 
the reason for this. For comparison with other companies, 
General Electric comes up with a percent of payroll figure 
which it feels is far more useful in comparing costs. 
While an important use of these cost figures are 
for negotiations, General Electric makes other uses of the 
cost data. For the sake of internal information - of 
knowing where their money goes - these cost figures are 
highly relevant. As stated previously, other important 
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uses of cost data is for employee education and for com-
parison with other companies in the electrical field. 
Occasionally General Electric will pick out various fringe 
practices of which the employees are very conscious and 
tell them how much the items cost the company. 
The company feels certain their employees will 
just as surely strive to do what is right for all concerned 
through applying interest, skill, care, and effort -as 
they come more and more to know the facts of the companys 
intentions and practices, and as they come more and more to 
see the evidence of company human interest. 
III. General Foods Corporation 
Headqua.rters in New York, New York 
Division interviewed: Atlantic Gelatin, 
Woburn, Massachusetts. 
A. The Company 
General Foods is a large food manufacturer, and 
a leader in the field of quality package foods. The corpo-
ration operates over 100 plants and offices in the United 
States and abroad, as well as a fishing fleet of over 100 
vessels. The corporation makes and sells such famous 
"name" brands as Baker's Chocolate, Maxwell House Coffee, 
Log Cabin Syrup, to name only a few. The Atlantic Gelatin 
Division was organized in 1919 by Mr. Joseph H. Cohen and 
became a member of the General Foods family in 1930. This 
division employs approximately 470 persons of the 22,000 
employed by the total corporation. 
B. The Need for Fringe Cost Information 
General Foods, and its subsidiaries, have long 
followed certain practices designed to make it a better 
place to work. These practices were the result of three 
influences: 
1. Ma.nagement desires. 
2. Collective bargaining. 
3. Legal requirements. 
All of these practices cost money and, realizing that wage 
payments as such no longer reflected the company's labor 
cost, the company began a careful analysis of the cost of 
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its entire wage package. Atlantic Gelatin figured the 
cost might have an impact on the employees. It would be 
a great help at the bargaining table in negotiating on 
wages and fringes. And it might prove an eye opener to the 
company's top management and provide a valuable tool in 
departmental cost analysis. In the past too many manage-
ment decisions have declared a "yes" without considering 
the cost of the fringe benefits they agreed upon. The 
fact is that wage increases clearly stand out, whereas 
fringe benefits do not. 
As it turned out, the costs caught the attention 
of employees, union, and all of management. 
General Foods as a routine matter of internal 
operation computes yearly the cost of all payments to, or 
in behalf of, its employees -some items monthly or even 
weekly. The method used allows the company to compute total 
expenditures for the whole company, for each division and 
plant, and for all employees from President to gate 
attendant. 
C. Company Definition and Selected Fringes 
Atlantic Gelatin believes that a fringe benefit 
is one of the costs, other than wages, of keeping people 
on the payroll, and accordingly included the below listed 
items to give a · complete picture of their total fringe 
expendi tuxes. 
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I. Premium Payments for Time Worked 
1. Daily, weekly, and seventh day 
overtime. 
2. Shift differential. 
3. Call-in pay. 
II. Payments for Time Not Wor ked 
1. Non-occupational disability benefits. 
2. Holidays and vacations. 
3. Military leave. 
4.. Rest periods. 
5. Lunch periods and wash-up time. 
5. Pay for grievance and negotiation 
time. 
III. Payments for Health and Security Benefits 
1. Retirement plan. 
2. Group life insura.nce. 
3. Hospital and surgical plan. 
I+. Termination pay. 
5. F.O.A.B. 
5. Unemployment insurance 
7. Workmens' compensation insurance. 
IV. Payments for Employee Services 
1. Cafeteria losses. 
2. Social-recreation activities. 
3 •• Length of service awards. 
4. Contest-suggestion awards. 
5. Educational subsidies. 
5. Meal allowances. 
7. Christmas bonus. 
1. One Item Not a Fringe 
The Credit Union was not included in the fringe 
tabulation because it was employee administered and took 
the company out of the money lending business. 
D. Computing the Cost 
Atlantic Gelatin thought to express its fringe 
expenditures in figures that would be meaningful to em-
ployees and that would lend themselves to internal cost 
comparisons or analysis. Several cost figures, it dis-
covered, were needed to do. the job. 
1. For Employee~ 
For employees, Atlantic Gelatin thinks it best 
to relate fringe expenditures to the employee's hourly rate: 
Total cost _ 
Total hours actually worked Cents-per-productive hour 
To simplify understanding, only one overall figure is pub-
lished for employees. 
2. For Cost Analysis 
For its own purposes of cost analysis, Atlantic 
Gelatin keeps the cost of each item, as well as the total 
cost of the entire package. Here the cents-per-hour figure 
coupled with the . base rate figure shows the cost of the 
entire wage package. The base rate figure is obtained by 
the following formula: 
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Total wages (salaries) = 
Total hours actually worked ,, ., average base hourly earnings 
To get a picture of its cost trends, Atlantic Gelatin sup-
plements the cents-per-hour figure with an analysis of 
annual fringe costs per year per employee, which is the result 
of dividing total cost of premium payments by the average 
number of employees. 
3. For Comparison 
A final cost figure is used to enable the company 
to compare fringe expenditures with those of other companies. 
The percent of payroll method is most usefui in this respect. 
The following formula is used in this case: 
Total cost of premium payments 
Total wages and salaries 
Cost expressed as a 
percent of payroll 
E. The Atlantic Gelatin Method 
When reporting the fringe costs Atlantic Gelatin 
attempts to segregate all costs in mutually exclusive cate-
gories. By and large the costs are accurate figures taken 
directly from the accounts of the various divisions of 
General Foods. Each division computes fringe costs for 
its own particular needs and they also submit fringe costs 
to the parent company for over-all study and comparison. 
1. Limitation of Atlantic Gelatin Method 
One possible limitation of the Atlantic Gelatin 
method is the lumping together of coste for both hourly-
paid and salaried personnel. The differences in benefit 
programs as they apply to both groups are the reasons for 
this. Certain practices which are of a fringe nature for 
hourly-paid employees do not exist for salaried personnel -
for example, uniforms. 
2. Advantage of Atlantic Gelatin Method 
The outstanding advantage is probably the fact 
that Atlantic Gelatin is able to pinpoint the cost of 
almost any employee pay practice or benefit. 
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As previously stated, one reason for the cost 
tabulation was for the benefit of the company's employees. 
The items included in the tabulation and the method of 
computing the cost were designed with this end in mind. 
In terms of employee response the company feels its 
objectives have been reached. 
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IV. Socony-Vacuum Oil Co., Inc. 
Headquarters in New York City, N. Y. 
A. The Company 
The Socony-Vacuum Oil Company conducts an 
integrated business in the production, transportation, 
refining and marketing of petroleum and its products in 
the United States and various foreign countries, and is 
one of the largest companies in the industry. 
The company at the present time has anproximately 
43,500 domestic employees, about half of whom are included 
in collective bargaining units. The company also has 
about 23,500 employees in foreign countries. Of the 1300 
employees in the New England division, the company has 
less than one percent personnel turnover each year! 
B. Reason for Extensive Fringes. 
The fact that most oil companies' fringe bene-
fits are larger than other manufacturing industries is 
due to (1) their past relationship with Mr. John D. 
Rockefeller, whose philosophy was that the worker is the 
corporation's greatest asset and that the company should 
treat him accordingly, (2) the fact that these large 
companies can afford research and pay the cost of these 
numerous benefits. 
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c. Fringe Benefits 
1. Plan for Annuities and Insurance 
At Socony-Vacuum, substantially all regular em- · 
ployees in the United States and Canada are eligible to 
participate in the company's plan for annuities and insur-
ance. This is an insured plan designed to produce annual 
retirement income, including Social Security benefits, 
equal to approximately 2% of an employee's base pay for 
each year of service from the effective date of the contract 
with the insurance company and, for each year of service 
prior to such date, 2% of the compensation in effect at 
such date. That plan also provides life insurance coverage. 
The employees make regular contributions to the cost of 
such annuities and insurance, but the company pays all 
costs of the plan not covered by such contributions. With 
certain exceptions, the normal retirement age is sixty-
five. All annuities for past service credits under that 
plan have been purchased. It is the present policy of the 
company that retiring employees with thirty-three or more 
years of service will have retirement income, including 
Social Security benefits, of about 50% of average annual 
pay for the last five years of service. There are pro-
portionately smaller minimums for less service (but not 
less than twenty-five years) and subject to actuarial dis-
count for early retirement. 
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2. Other Benefit Plans 
There are in effect other plans, namely, the plan 
for annuities for service outside of the territorial limits 
of the United States and the plan for minimum retirement 
income, which provide annuity and death benefits for em-
ployees who are not eligible to participate in the plan for 
annuities and insurance. Also there are in effect a number 
of self-administered non-funded supplementary benefit plans 
covering contingencies such as disability, military service, 
termination of employment, sickness and accident. 
D. Fringe Statistics 
In general, the foregoing plans are non-contrac-
tual and may be modifi ed or terminated by the company. In 
1953 the following costs were incurred for these plans: 
Plan for Annuities and Insurance - - $22,g4o,ooo. 
Temporary Pension Plan Adjustments - 906,000. 
Employees Savings Plan------- 4,5~7,000. 
E. Purpose of Benefit Progr&a 
Socony-Vacuum has a three-fold purpose for their 
fringe benefit program: 
1. To compensate the haze.rds in the 
daily lives of their employees. 
2. To provide additional security for 
the retirement of their employees. 
3. To aid the families of deceased 
employees. 
Using the above criteria, the company, in tabu-
lating the cost of its benefits for all employees (with 
pa.rticular interest in hourly-paid employees), includes 
the following fringe items: paid vacations, 10 paid holi-
days, call-in pay, shift differential, 45 minute lunch 
period, severance pay, educational subsidy, suggestion 
awards (which cost the New England division $720. last 
year), service awards, medical service (a free medical 
examination each year), military leave (in effect after 
six months of employment), jury duty (full pay while on 
duty), and the annuities and insurance, disability benefits, 
and hospital-surgical insurance plans. 
The legally required employee benefit payments, 
the company's annuity, employee savings, and the hospital-
ization plans alone cost the company 13.7% of payroll for 
its New England division, which had a payroll of over a 
million dollars recently. Concerning the complete fringe 
picture - this division had a cost of 20% of payroll in 
1953. 
F. The Best Cost Figure 
Socony-Vacuum uses the percent of payroll figure 
and believes it to be the best for them. For comparisons 
with other companies, in or out of the area, this figure 
overcomes variations in size of the payroll and differences 
in base rates. However, there is difficulty in using this 
figure to chart trends because overtime varies the payroll 
from year to year. 
1. Computing the Cost 
In the New England division fringe costs are 
figured monthly, but at company headquarters they are 
compiled and computed only semi-annually unless the need 
arises for more often data. The company will compute the 
cost of each fringe item separately, and an employee can 
find out just how much his "take" is in terms of fringe 
benefits. 
2. A Supplementary Cost Figure 
In addition to the percent of payroll figure, 
Socony-Vacuum expresses its expenditures in terms of cost 
per employee per year. This figure, the company feels, 
gives employees a greater appreciation of the cost of 
these ''extras" than any other. This figure is obtained 
by the following formula: 
Total fringe benefit costs 
Average number of employees 
for the year 
Cost per employee 
per year 
G. Uses of Cost Computations 
The fringe benefit cost figures provide needed 
information for the company's own purposes of figuring 
value received. The company's main purpose is to provide 
information for top management. Other important uses of 
the cost figures computed are for negotiations and e~ 
ployee communications. Occasionally it will pick out 
various fringe practices of which the employees are very 
conscious and tell them how much these items cost the 
company. This in~ormation is channeled through company 
publications which are sent to the homes of the employees. 
The employees also receive such information in the annual 
report in the form of pie charts and other such devices. 
v. Ford Motor Company 
Headquarters in Dearborn, Michigan and 
plants throughout the United States 
A. Fringe Costs 
1. Historical 
Ea ch year labor-cost data, considered valuable 
to management, is prepared for the Ford Motor Company by 
their Industrial Relations Analysis Department. This 
material is used principally for management information, 
but may also be used in negotiating with organized labor, 
in developing special cost studies, and in evaluating the 
industrial relations program. 
Since World War II, however, because of the 
emphasis on fringe demands, this preparation has included 
a good deal of research into fringe benefits. Ford Motor 
Company has thought it advisable to have available all 
possible data on fringe practices in its own company for 
comparison, where possible, with similar data of other 
companies in the industry. However, data on practices was 
not considered enough. In the process of negotiations, the 
company had found that practice and cost generally go hand 
in hand. The unions might, for example, demand increased 
pension benefits. In order for management properly to 
appraise such a demand, it was highly desirable to have 
ready all basic data that would be necessary for rapidly 
computing the cost of the most common union demands of this 
type. Before World War II, the data required to make such 
computa tions accura tely would often be buried within thou-
s ands of individual time cards. Because of the time-con-
suming effect that fringe benefit analysis would have, For d 
Motor Company decided to set up a system to obtain basic 
labor relations data. 
2. Requirements of a Fringe Cost System 
The system would include not only the cost of the 
fringe items, but such other basic data as hours worked at 
straight time, time and one-half, and double time. Also, 
there would be computation of fringe benefit costs for 
hourly-ra ted and salaried employees. All of the costs are 
usually developed on a company-wide basis, which is no 
small t ask as there are approximately 175,000 employees in 
the United States alone.• 
3. The Ford Definition 
When deciding whether or not an item is a fringe 
benefit, Ford follows this definition of their own: 
"Fringe benefits are payments to or 
for the benefit of employees other 
than payments -for time worked." 
4. Items Included 
The list of fringe items below was prepared by 
the Industrial Relations Analysis Department for hourly-
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paid employees only. They are: 
1. Pensions 
Insurance 
Vacations 
Holiday pay 
2. 
~: 
5. 6. 
7. 
s. 
9. 
10. 
11. 
12. 
13. 
Union committee men 
Paid lunch time (applicable for 
a small number of employees) 
Suggestion awards 
Length of service awards 
Federal Old Age tax 
Federal and State Unemployment 
compensation tax 
Workmens' compensation 
Medical services 
Recreation programs 
These employees are represented by sixteen unions: 
1. United Automobile, Aircraft and 
Agricultural Implement Workers 
of America - CIO 
2. Plant Protection Association -
Independent 
3. United Protective Workers of America 
Independent 
4. United Plant Guard Workers of 
America - Independent 
5. Guards Protective Association -
Independent 
6. United Catering, Restaurant, Bar and 
Hotel Workers - CIO 
7. National Maritime Union of America- CIO 
8. Fraternity of Laboratory Workers of 
America - Independent 
9. International Brotherhood of Electrical 
Workers - A.F.of L. 
10. International Brotherhood of Firemen 
and Oilers- A.F.of L. 
11. International Brotherhood of Teamsters, 
Chauffeurs, Warehousemen, and Helpers 
of America- A.F.of L. 
12. International Die Sinkers Conference -
Independent 
13. International Union of Operating 
Engineers - A.F.of L. 
14. International Union of Metal Polishers, 
Buffers, Platers, and Helpers - A.F.of L. 
15. Pattern Makers League of North 
America - A.F.of L. 
16. United Association of Plumbing and 
Pipefitting Industry - A.F.of L. 
B. Computing Fringe Costs 
Fringe cost computations at Ford are made by 
collecting cost data on each fringe benefit from the 
various payroll locations throughout the company and 
converting them into cost per hour. Because of Ford's 
tabulation covering both hourly-paid and salaried em-
ployees, the computation of coste was made more difficult. 
Under the company accounting methods the actual cost of 
certain items were available for the hourly-paid employees, 
but not for salaried personnel. Therefore, for specific 
benefits, like holidays or vacations, the cost figures are 
not actual bookkeeping figures but are derived. 
1. Cost Figures 
Fringe benefit costs are generally computed on 
an annual basis, although special studies may require 
such costs to be developed on a monthly basis. 
Ford expresses its expenditures for selected 
benefits in terms of cost per employee per year. This 
means determining the total outlay for each of the bene-
fits and dividing that sum by the total number of employ-
ees. In some cases, the total number of employees in-
cluded all Ford employees. In other cases Ford divided 
by hourly-paid employees. Administrative costs of these 
benefits, even though an appreciable expense to Ford, are 
not included in the company's tabulations. Ford reasons 
that administrative costs axe not something the employee 
is getting. 
c. Uses of Fringe Cost Computations 
The company sought to express the cost of the 
benefits it had selected in one figure that would have 
meaning fox its employees and be useful in negotiation. A 
cost per hour figure seemed to suit the purpose. Inasmuch 
as the hourly-paid employee makes up the main wor king force 
a t Ford, this figure has meaning. It can be related to 
their hourly rate. A similar figure for salaried employ-
ees would have no such meaning since they receive a semi-
mont hly salary. Therefore, Ford believes that any fringe 
cost fox salaried employees must cover only a certain 
limited group of personnel. 
The only cost figure that might have any meaning 
fox salaried employees ox management is a cost per employ-
ee per year figure. Both of these figures axe computed, 
but the first is by far the one most useful. 
While an important use of the cost per hour 
figure is for negotiations, Ford makes other uses of this 
cost data. Fox the sake of internal information - of 
knowing what money goes where - these cost figures are 
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highly relevc:mt. The data. in their detailed form enables 
management to appraise, with some accuracy, various 
company policies and practices. Another important use 
of the cost data at Ford is in employee communications. 
Plant publications are used to disseminate information on 
various fringe benefits to employees (particularly group 
insurance and pensions). 
D. The Cost Figure Selected 
Ford believes that the cost per hour figure for 
hourly-paid workers is the best for their needs. But its 
most serious limitation shows up when the company makes 
year-to-year comparisons of benefit costs. Variations in 
productive hours worked from year to year make the com-
parisons slightly inaccurate. For other than year-to-year 
comparisons, however, the company finds the cost per hour 
figure most useful, as in computing the true cost of a 
productive hour of work. The management feels one of the 
most important advantages of their method of obtaining 
fringe costs is accuracy. But the met.hod is relatively 
slow because of the large number of plants involved. 
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VI Procter and Gamble Manufacturing Company 
Headquarters in Cincinnati, Ohio 
Division interviewed: Quincy, Massachusetts 
A. The Comnany 
Procter and Gamble history began in 1837 when 
two young men who had left their homes in the British Isles 
and settled in Cincinnati, Ohio, joined their soap and 
candle business. The original partnership was begun on 
a capital of less than $8,000. It has grown to be one of 
the world's largest manufacturers of soaps, synthetic de-
tergents, glycerine, cooking fats, and cottonseed oil pro-
ducts - a corporation having many thousands of stockholders, 
of whom about one-sixth are employees. The factories of 
Procter and Gamble are located throughout the United States, 
England, Cuba, Philippine Islands, Indonesia, Mexico, 
South Africa and Venezuela. There are also forty-one sales 
offices in the United States and Canada, and the company 
has representatives in many foreign countries. Although 
Procter and Gamble is one of the world's largest manu-
facturers of soaps and shortening, it is not extremely 
large in terms of number of employees. For example: the 
manufacturing division employs only 16,000 people, and the 
corporation as a whole, 25,000. This is accounted for by 
the fact that Procter and Gamble's type of work processes 
large quantities of materials at a time and it takes 
surprisingly few people to turn out carloads of finished 
products. 
B. Company Philosophy 
Procter and Gamble follows the principle that 
executives are developed, not hired. Nearly all the 
officers of the company have spent their business lives 
in the company's employ. Opportunities for progress are 
open at all levels of work for employees who demonstrate 
ability to go ahead. 
The philosophy of Procter and Gamble regarding 
management-employee relations can be stated thus: 
1. A Fair Day's Wage for a Fair Day's Work 
The company pays wages which match the wages 
paid by leading companies in the community for similar 
types of work. 
2. Extra Pay for Extra Production 
On jobs where output ca.n be measured, and where 
the employee is willing, extra work brings extra pay. 
3. Steady Work 
High hourly rates mean little unless there is 
the opportunity to work steadily throughout the year. At 
Procter and Gamble wages are high, and this fact is 
emphasized by the following: There have been no strikes 
since the company was founded and union negotiations as a 
rule concern only fringe benefits. The only union the 
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company deals with is a local employee's associa tion and 
this is generally true for all their plants. Steady work 
is possible because the company guarantees regular employ-
ment. This guarantee is often confused with the guaranteed 
annual wage. It is in effect not a guare.nteed wage, but a 
guarantee of work for forty-eight weeks each year. All 
hourly-paid factory employees who have completed t wo years 
of continuous service are covered by this plan. The t wo 
factors distinguishing this plan from a. guaranteed annual 
wage are -
1. The employee may be transferred to 
another job and paid the rate for 
that job. 
2. Working hours may be reduced to 75% 
of the standard work week. 
The company feels the plan is worth its s alt 
since the employees do not have to worry about layoffs and 
can count on a steady income. Production is maintained a t 
a more uniform level - the company does not need to invest 
money in plants and equipment which are used only part of 
the time - it can build up a force of dependable, experi-
enced employees. This plan has been in successful opera-
tion since 1923, and Procter and Gamble feels it will 
continue to opera te a s successfully in the future a s it has 
in the past. 
4. Adequate Protection 
The . company's medical and health facilities, 
disability benefit plan, hospital and surgical benefit 
plans, and the group life insurance plans, are directed 
toward helping the employee when real trouble threatens. 
5. Opportunity for Thrift and Economic Security 
By sharing the profits through the profit-
sharing plans, the company adds to high, steady wages the 
extra dollars which give the Procter and Gamble employee 
the chance to save and prepare for the future. These 
plans together with the stock purchase plan and the pension 
plan, offer the employee the opportunity for continued 
savings and the independence every American wants. 
To say it briefly, since its founding the com-
pa.ny has always believed in dealing fairly with its em-
ployees and has maintained the.t the interests of the com-
pany and its employees are inseparable. Procter and Gamble 
has always been forward-thinking, perhaps even paternal-
istic in its a.pproach, but it believes that its generosity 
has and will continue to promote increased efficiency and 
productivity. 
Procter and Gamble wants its employees to make 
their P & G work a career rather than just a job. For 
this reason, many years ago the company started to estab-
lish plans to help its employees build their own future. 
Over the years Procter and Gamble has revised the early 
plans and has added new plans and procedures to provide 
further opportunity to earn secu.ri ty. 
c. Definition of Fringe Benefits 
The company's philosophy influenced their defini-
tion of fringe benefits, which is: "fringe benefits are 
any expenditure on any employee, other than direct wages." 
D. Procter and Gamble Benefit Plans 
In the following paragraphs some of the more 
important plans and provisions will be discussed. They 
repre sent in part the company's program to hel p t heir 
employees save for the future, to help tide them over 
in case of sickness or disability, to furnish life in-
surance at a reasonable cost, and to provide a base re-
tirement income. 
1. Profit Sharing Dividend Plan 
The profit sharing dividend plan was started in 
1~~7 and is the oldest plan of its type in this country. 
It was started to encourage Procter and Gamble people to 
s a ve money and to reward employees who sta.y with the com-
pany. Eligible employees may apply for participation after 
one year of continuous service. In the beginning the em-
ployee and the company both contribute to the profit shar-
ing account .and the money is used to buy Procter and Gamble 
common stock. At the end of six years the employee stops 
contributing, and the accumulated stock is delivered to 
him or her. From then on the company pays the employee a 
quarterly profit sharing dividend in cash. The plan also 
provides profit sharing credits paid entirely by the com-
pany. These are based on a portion of the employee's earn-
ings, profit sharing rate, and the company's profits. The 
credits are invested in securities which are held in trust 
for the employee until retirement. 
2. The Profit Sharing Trust Plan 
Under the terms of this plan a portion of the 
profits of the company are allocated to the accounts of 
participants, according to their base salaries and years 
of service. The amount credited to an employee will be 
used to purchase common stock of the company, or other 
securities, which will be held in trust for him. Distri-
bution of the uninvested cash and securities credited to 
an employee will be made upon retirement, death, or total 
disability. 
3. The Pension Plan 
The pension plan provides a part of each employ-
ee's retirement income. When the employee retires at age 
65 he will receive pension benefits every month for the 
rest of his life. The amount is determined from a table 
of rates which is based on the employee's years of service, 
age, and on average base pay during the last five years 
of work. This plan is entirely financed by the company. 
After two years of continuous service the ' plan is open 
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to all employees who are under 55 yea rs of a ge when hired 
and not in the profit sharing trust plan. 
4. The Group Life Insurance Plan 
The group life insurance plan provides low-cost 
life insurance protection which is approximately equal to 
a n employee's annual base earnings. An employee becomes 
eligible fox this plan after six month's continuous ser-
vice. The company pays part of the cost of the plan. 
5. The Disability Benefit Plan 
The disability benefit plan provides sick bene-
fits in case of illness or injury Qff the job. Benefits 
are paid from an employee-financed fund, but costs of 
administr a,tion are paid by the compa ny. Employees may 
apply for participation a fter six months of continuous 
service. 
6. The Stock Purchase Plan 
The stock purchase plan offers the opportunity 
to purchase Procter and Gamble stoc k through regular pay-
roll deductions or cash payments. This plan is open to all 
employees after one year of continuous service. 
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In 1954 the National Labor Rela tions Board added 
stock purchase plans to the list of other fringe benefit plans 
that are bargainable. In t he first decision i nvolving such 
plans the National Labor Relations Board ruled, on 
October 20, 1954, that the Richfield Oil Corporation must 
bargain with the Oil Workers Union, C.I.O., on its stock 
purcha.se plan. 
In deciding tha.t the plan was bargainable the 
National Labor Relations Board held "that it is now well 
established that the term •wages ' comprehends all emolu-
ments of value that may accrue to employees because of their 
employment relationship".* 
7. Other Fringes 
The company has many other items that they call 
"fringes". They are: paid rest periods, paid lunch periods, 
paid vacations, ten paid holidays, low-cost cafeteria ser-
vice, call-in pay, Social Security, workmens' compensation 
insurance, jury duty (in this case the employee's pay is 
the difference between his average hourly rate a.nd jury 
pay for the time so lost), time off for attending funerals 
(here Procter and Gamble pays the employee his average hour-
ly rate up to eight hours a day for a maximum of three days), 
Blue Cross and Blue Shield plans (the company pe.ys one-half 
the premium rate), military leave pay, free laundry for 
company-supplied work clothes, free medical treatment for 
injuries incurred while at work, and recreation facilities. 
Procter and Gamble does not include the administrative 
costs of the fringe benefits as the company feels: (a) it 
is not something the employee is getting, and (b) it is 
*21, P.437 
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unable to set a constant cost figure. 
E. Computing the Cost 
Procter and Gamble thought to express its fringe 
expenditures in figures that would be meaningful to employ-
ees and that would lend themselves to internal cost com-
parison or analysis. Several cost figures, it discovered, 
were needed to do the job. 
1. Cost Data for Employees 
For employees, Procter and Gamble thinks it best 
to relate fringe expenditures to the employee's hourly 
rate. So for them, it expresses the cost in terms of 
cents per hour. At the close of the year, the total cost 
of all practices are available from the payroll and the 
accounting department. So are the total productive hours. 
Simple division will produce a cents-per-productive-hour 
figure. The benefit payments are a fea,ture of Procter 
and Gamble employee education program. The costs and bene-
fits are included in the companyrs magazine, and are 
further publicized through employee handbooks, movies, 
local newspapers and through foremen. Early in its his-
tory, the size of the wage extras provoked considerable 
interest among the foremen. And thereafter the foremen 
wanted an opportunity to explain and discuss it with the 
employees at departmental meetings. This method of employ-
ee education is by far the strongest at Procter and Gamble. 
2. Cost Data for Internal Control 
For its own purposes of cost analysis, Procter 
and Gamble keeps the cost of each item, as well as the 
total cost of the entire package. Here the cents-per-hour 
figure shows Procter cmd Gamble its actual fringe cost 
for a productive hour of work. With base rate, it s hows 
the cost of the entire wage package. The company also 
uses a percentage-of-pay figure for making comparisons 
with expenditures of other companies. In recent years 
Procter and Gamble has found they are well above the 
average company in their industry when cost figures are 
expressed as a percent of base pay. 
F. Procedure for Getting Cost Information 
Procter and Gamble computes the fringe costs 
separately for hourly-paid and salaried personnel as 
certain practices which are of a fringe nature for hourly-
paid employees do not exist for salaried employees, for 
example, uniform allowance and time off for personal 
reasons. Each plant computes its fringe costs primarily 
for budgetary reasons, but the cost informa.tion is com-
puted centrally at the Industrial Relations Research Center 
in Cincinnati. This Research Group aids the individual 
plants in their planning and fringe practices. Indicative 
of such thorough planning and so complete a fringe benefit 
program is the fact that a survey conducted by the National 
Industrial Conference Board shows Procter and Gamble to be 
in the top 2% of the companies participating as regards 
fringe benefits. The company's no-strike record, already 
mentioned , indicates the merit of the program. 
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VII. Company 11 X11 
Plants throughout the United States and 
overseas Licensees. 
A. The Company 
Company 11 X" is a large (17,500 employees) manu-
facturing organization incorporated in the late 1920's, 
but actually it is much older than that. Parts of this 
company go back much farther - one of the earliest ele-
ments dating back to 1901. This company is a national 
leader in the design, development and manufacture of its 
particular products for commercial a.nd military applica.-
tion. 
B. Interest in Fringe Costs 
Management had long been interested in knowing 
the cost of its fringe benefits. It was interested not 
only in its own fringe cost, but the cost of fringe bene-
fits to other companies. Data for use in employee educa-
tion was of secondary concern. The primary interest lay in 
union negotiation. Company "X" deals With five unions, one 
of which has more than 10,000 members - over half the labor 
force, and management has been plagued with a relatively 
high labor turnover and increasing union demands, not only 
for direct wage increases, but for increased fringe benefits. 
Because of this emphasis on fringe demands, 
management has thought it advisable to have available all 
possible data on fringe practices in its own company for 
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comparison, where possible, with similar data of other com-
panies in the industry. In order for the company properly 
to appraise union demands, it was desirable to have ready 
all basic data necessary for rapidly computing the cost of 
any union demand that might be made. In addition to com-
puting the company's total fringe expenditure, it partici-
pates in national and area surveys, such as are conducted 
by the United States Chamber of Commerce and Associated 
Industries of Massachusetts. 
C. Payroll Classifications 
At Company "X 11 there are three types of payroll 
classifications: 
(1) Hourly Payroll - includes all employees who 
are represented by one of the five unions which have agree-
ments with the company. 
(2) Office Payroll - includes other employees 
who are paid at hourly rates and who are entitled by law 
to overtime pay. 
(3) Monthly Payroll - includes all employees 
who are paid at monthly rates and who qualify as adminis-
tr a tive, executive, or professional employees, or as out-
side salesmen. 
Not all the employees receive the same benefits. 
Roughly 30% of its work force are salaried and office em-
ployees covered by slightly different vacation, sick leave, 
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a nd other personal time-off practices. Because tb:e company 
wanted its fringe cost figures to apply to the average em-
ployee, it decided to compute fringe costs only for its 
hourly-paid employees. 
D. Definition of Fringe Benefits 
Company 11 X11 in choosing the fringe benefits to 
be tabulated used the following definition: 
"A fringe benefit is any extra which 
the employee gets and for Which he 
specifically has not worked a given 
number of hours ' • - Any extra which 
he gets at a reduced rate which he 
otherwise could not obtain except 
through a group. 11 
E. Selected Fringes 
The company, in tabulating the cost of its bene-
fits for hourly-paid employees, includes overtime premium, 
paid vacation, seven and one-half paid holidays, machine-
down time, excused absences, jury duty, rest periods, 
wash-up time, unemployment insurance, contributions to 
Federal Old Age benefits, Workmen's compensation, group 
life insurance, Blue Cross and Blue Shield, cafeteria 
service, check cashing, credit union facilities, recrea-
tion privileges, transportation service, employee sales 
discounts. 
1. Criteria Use d for Selecting Fringes 
The reasons for including some of the above 
follow: 
(a) Overtime Program- these payments are defi-
nitely ascertainable from the pa.yroll department. They are 
payments over and above straight time and increase the cost 
of the productive hours of work . 
(b) Vacations and Holidays - these are clearly 
payments for time not worked. They · a.dd to the cost of a 
productive hour of work, and the cost is available from the 
payroll department. A unique fea ture of this company's 
vacation policy is that the vacations are graduated in 
length dependent on the years of service. For example: 
for the first 10 years there are two .weeks of vacation, but 
for each additional year of service there is also one addi-
tional day. 
(c) Group Life. Insurance and legally required 
payments in behalf of the employee are all covered by 
formal practice, require cash outlays and benefit the 
employee. 
(d) Cafe teria Service - the company reasons that 
supplying a complete mea l free is undoubtedly a benefit 
so supplying part of a meal, which in effect it does by 
subsidizing the food service should also be considered a 
fringe benefit. 
(e) Paid Res t Period and Wash-Up Time - t hese 
amount to many hours over the year for which the employee 
is paid, but does not work. 
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(f) Recreation, Transportat ion Service, Employee 
Sales Discounts, Check Cashing- by supplying so many 
activities and opportunities the company feels it saves 
the employee money. 
(g) Jury Duty - the employee is paid for this 
non-productive time . 
Administrative costs, even though appreciable, 
are not included in the fringe cost tabulation as the 
company loo ks at this from the employees point of view: 
it is not something they are getting. 
F. An Example of the Cost Method Use~ 
The following form shows this company's method 
of tabulating the cost of fringe benefits for hourly-paid 
employees. The reported figures are for illustrative 
purposes only and are not to be considered as actual 
expenditures. 
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I 
II 
III 
IV 
v 
VI 
COMPANY "X" 
1ringe Benefit Costs - Hourly-Paid Employees Only 
for the Year Ended December 31, 1952 
Total Yearly Cost Per Percentage 
Cost Hour of TOTAL 
Items ~Dollars) (Cents) Fringe Cost 
Overtime Premiums: $2 ,707. 896. 11.4¢ 36.4% 
Payments for Time 
Not Worked: 2.9lt•lQ5. ~ 1~:6 Vacations, Holidays, 1,33 ,337· 5· 5 Machine-Down Time, 519,126. 2.19 7.0 
Absences, Jury Duty, 9,972. .02 .1 
Rest Period, Wash-Up Time 1,050,000. 4.44 14.2 
Insurance and Legally 
Reguired Benefits: 1 1 623 I 3~5 • ~ 22.0 Unemployment Insurance 878,2 5. 3.72 11.9 
F.O.A.B. 432,582. 2.04 6.5 
Workmen's Compensation 97,343. .42 1.3 
Group Life Insurance, 
169,205. Blue Cross, Blue Shield .72 2.3 
Em~lolee Services: 150,595. .70 2.0 (Cafeteria, Check Cashing, 
Credit Union, Recreation , 
Transportation, and Em-
ployee Sales Discounts) 
Total Cost: $7,402,301. 31.3¢ lOa% 
Percent of Payroll: 24 .27o 
Cost Per 
Employee 
{Dollars} 
$231.70 
21+¢.30 
11 .20 
44.21 
1.39 
90.0 
139.30 
75-50 
41.20 
3.50 
14.60 
12.70 
$634.00 
0'. 
1-' 
. 
G. Fringe Statistics 
The costs of these above-listed benefits in-
creased again for the year 1953. The cost per employee 
for 1953 increased to $667. and the cost per hour in-
creased to 32.4 cents per hour per employee. The coste 
for the year 199+ were unobtainable, but management ex-
pe cts them to have increased over 1953. As early as 1951 
Company "X" wa.s .well in front of other companies i n the 
same indus try. A survey conducted by the United States 
Chamber of Commerce indica ted 27.4 cents per hour or $5S3. 
p er year per employee, or 16.5% of payroll to be the aver-
age of 34 companies engaged in the s ame industry as Company 
"X". The actual payments to employees by Compa.ny 11 X11 in 
dollars per year per employee or cents per hour per e~ 
ployee was approximately 12% over the average figures for 
the 34 companies surveyed. 
H. The Cost Figure 
The cost figure computed by the company depends, 
of course, on the use to which it will be put. As stated 
earlier, Company "X" was concerned primarily with collect-
ive bargaining. The compa ny chose to express the cost of 
the bene f its in terms of cents per hour. The chief advan-
tages of this figure Company 11 X11 feels are threefold: 
(1) It is useful to the company in arriving at 
the cost of a productive hour of work. 
62 .• 
(2) It is useful for union negotiations. The · 
negotiations for wage increases are on the basis of cents 
per hour. Benefits expressed in cents per hour thus afford 
a complementary figure. And since much of today's bargain-
ing is carried on on a package basis, having the fringe 
benefits in cents per hour is most convenient at the bar-
gaining table. 
(3) It . is useful in making comparisons with what 
other companies spend on benefits. This figure has great-
est relevance within a given industry in a given area. 
This is so because within this given area and industry the 
prevailing straight-time rates are generally known. 
1. A Supplementary Cost Figure 
6}. 
Company "X" has one other cost ffi~e it computes -
the percent of payroll. This is useful in comparison with 
other companies, in or out of the area . They feel it over-
comes variations in size of the payroll and differences in 
base rates, and is good supplementary material in negotiations. 
I. Conclusion 
Aside from the large monetary drawback of the 
fringes , Company "X" feels no disadvantages in their ap-
proach to the. area of fringe benefits,. The company feels 
that the many fringes are worth the price to keep the 
employee morale as high as possible and to keep productivity 
on the up side. 
VIII. The Polaroid Corporation 
Headquarters and manufacturing facilities 
in Cambridge and Waltham, Massachusetts. 
A. Company Philosonhy 
In the five years Polaroid has been in the 
photographic business the corporation bas grown not only 
in respect to sales, but also in employee relations and 
benefits. The President of Polaroid, Mr. E. K. Land, bas 
been the primary force behind this tremendous growth. 
He believes that Polaroid's philosophy regard-
ing employees and these benefits is unique. It is unlike 
other companies where fringe benefits just grow without 
a pattern, being purely the result of a policy of resist-
ing unions demands as long as possible. At Polaroid it is 
their policy to select persons of better-than-average 
ability, to expect from them better-than-average perform-
ance, and in return to pay rates that are higher than the 
average of the community. 
Polaroid's philosophy is built around the con-
cept of enlightened corporate self-interest. If you pay 
a little more than the going rate, you will receive more 
than the cost in return. You will obtain a more satisfied 
employee who works harder and produces more. And you can 
attract superior people. It is also based on the funda-
mental concept that the democratic processes operate in 
business a s they do elsewhere, that social equality should 
meaa something. That is to say, fringe benefits should 
apply to all employees alike . As a result of this, fringe 
benefits in this company are set up to give more to 
salaried personnel than they might obtain elsewhere. 
The company feels that this philosophy concern-
ing employees is the reason for such successful management-
employee relations and accounts for the absence of a union. 
However, management does participate in informal meetings 
with employee representatives once a month to discuss 
mutual problems and policies. 
B. Selecting the Fringes 
The Polaroid report on the cost of various fringe 
benefits was designed by the personnel department of the 
company and aimed at the employee. Through a discussion 
of pay envelope "extras", the company hoped to crystallize 
the employee's thinking about a. fevr of the things that 
make Polaroid a good place to work . It hoped to show him 
that being a good place to work costs money. These ex-
penditures are made possible, however, explains the com-
pany, through a joint effort of the company and its em-
ployees. 
All of Polaroid's cost analyses have been in 
terms of hourly-paid employees only, as the company wanted 
the figures to apply to the average employee. 
No exact criteria was used in selecting va.rious 
items Polaroid calls "fringes". The company took those 
items that it believed represent a material gain to the 
employee. Not every item that might be construed as a 
personal gain for the employee was chosen, for example; 
educational subsidies and product discounts. The company 
concentrated on those that it believed stand out in the 
employee 1s mind a.s giving added dollars-and-cents value 
to his working relationship with Polaroid. In 1955, the 
chief benefits from an employee's viewpoint were holidays, 
vaca.tions, sickness benefits, profit sharing, Christmas. 
bonus, and group life insurance. 
1. Description of Benefit Plans 
a. The Sickness Benefit Plan 
This plan provides pay for both hourly-paid and 
salaried employees who are absent from work because of 
illness on a very liberal basis. It is set up in such 
a we.y as to cover the employees ·for the entire dura.tion 
of a normal illness. Because this approach is unusual, 
and no insurance company would risk financing it, the 
company itself assumes this cost. This plan has been in 
successful operation since 1949. As an example of how 
this plan operates, assume an hourly-petid employee with 
one and one-ha.lf years of service becomes ill. In this 
case there is no waiting period for the benefits, and the 
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benefits amount to four weeks at full base pay . In t he 
case of a s a.laried employee with the same length of ser-
vice, the maximum amount of benefit in one year would be 
four weeks at full pay and nine weeks at sixty percent 
pay. In any case the benefits are graduated according to 
the employee's length of service up to ten years, after 
which maximum benefits are in effect a t all times. 
b. The Profit Sharing Retirement Plan 
Every regular employee who ha s completed a year 's 
service by January first of any year, starts sharing in 
the plan at that date. This pl an gives the participant a 
yearly share in the profits of the company. The amount 
of the sha re depends on age, length of service, and rate 
of pay . If after five years with the company the employee 
should l eave the company for any reason except discharge, 
he would receive 10% of the amount set aside for him. 
This amount increases lo% each yea.r after five, so that 
should the employee leave after fifteen years, he would 
be entitled to all the money set aside for him. 
If he should remain with Polaroid until he 
retires, the total money accumulated in his name would 
normally be used to buy annuities which would pay him a 
pension for the rest of his life. 
c. The Vacation Plan 
This plan has as its purpose to provide time 
for a well earned rest. It is a time to "tune-up" the body 
and mind. However, there is one conflict in this idea. 
The company says it is not a reward, yet it is connected 
with length of service. The plan is a liberal one, for 
example: If the employee started work by the first Monday 
in J anuary and is still in the company's employ July 2 , he 
will receive one week's vacation. If on July 2 he has 
worked a full year, he will get t wo week's vacat i on. For 
every extra year of ser vice that this employee has by 
July 2, after the first year, he will get an extra vacation 
day. This will bold true until he has earned 10 extra days 
or four wee ks vacation in all. 
d. The Groun Life Insurance Plan, Christmas 
Bonus, and Holiday Plan 
After the employee has been with the company for 
three full months, he will begin to participate in the 
group life insurance plan. The amount he will receive 
depends on hie pay. When his pay is increased, the in-
surance will increase. Half of the cost of the· insurance 
is paid by the company. 
So long as the company makes profits, the 
Directors customarily allot Christmas bonuses at the end 
of the year. The amount tha t an employee receives i s 
de termined a s follows: ten per cent of an employee's 
weekly pay for each yea r of service to a maximum of t wo 
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hundred percent of one week's pay after twenty year's 
service. When this amount is less than twenty-five 
dollars plus one dollar for each year of service, he 
receives the greater amount. 
Holiday pay is paid to hourly-paid employees 
for eight holidays each year selected by vote . of the 
employees. Each hourly-paid employee receives pay for 
eight hours except when he is requested to work on a 
selected holiday, in which case he receives, in addition, 
pay for the hours actually worked on the holiday. For 
salaried employees there is no pay added or deducted for 
holidays. 
c. Criteria. for Obtaining "Extras" 
This company believes benefits should be given 
in proportion to the length of service. It is a way of 
recognizing the value of long experience and loyalty. The 
following ta.ble illustrates this viewpoint. 
Employee 
Classification 
New 
Qualifying 
Length of Service 
First 3 months 
of service 
3 months to 
1 yea.r service 
Benefits 
Paid holidays, 
product discounts, 
sick pay, but no 
severance pay, 
vacation pay. 
Partia.l part icipa-
tion in severance 
pay, vacation pay, 
group insurance, 
plus the items in 
the first category. 
Employee 
Class ifica t i on 
Regul ar 
Continuous part 
time 
Temporary 
Peak period 
Length of Service 
More than 1 
year's service 
Not on full 40-
hour schedule 
Special agree-
ment for short-
time job 
Special agree-
ment 
D. Fringes Excluded 
Benefits 
Full pe~.rticipa. tion 
in benefits. 
Proportionate amount 
of benefits. 
Paid holida ys, prod-
uct discounts, but 
no other benefits . 
Product discounts, 
but no other bene-
fits. 
Re st periods were no t included because the com-
pany felt it would be stretching the point to include this 
as it believes rest per iods are par t of normal good work-
ing conditions. Time off for military training was ex-
cluded because it affects relatively few Polaroid employ-
ees . Shift differentials and overtime pay are not cons i dered 
fringes. Because the employee is asked to work a t odd hours 
and at inconvenient times, the company fe el s it must pay a 
premium rate for such labor. Therefore, they are regular 
wages. Severance pay i s no t included because the present 
employee is not the one who profits from such pay. 
The company guarantees call-in pay. Some of the 
guarantee represents pay for time not worked during the 
call-in. But exactly how much is pay for work, how much is 
pay for no work is not easy to det ermine. For that reason 
call-in pay is not included in the company's tabulation. 
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Legally required payments such as Federal Old Age 
benefits, Unemployment insurance, Workmen's compensation, 
were not included as a fringe because the company believes 
they are a condition of doing business today. 
E. Computing the Cost 
Polaroid chose to express · its expenditures for 
the selected benefits in terms of cents-per-hour per em-
ployee. This figure means cents per productive man hour, 
which is derived by dividing the total cost of the bene-
fits by the total productive hours worked by all employees 
during the year. Total productive hours are readily avail-
able by virtue of the .hourly-paid employees' time card. 
The only f a iling here is that time off ·for rest periods 
and wash-up time are not deducted from these tallies. 
1. Putting the Cost Figure to Use 
The chief advantage of the cents-per-hour 
figure is that it is useful to the company in arriving at 
the cost of a productive hour of work. But fringes ex-
pressed this way are also used for employee communications 
and education. The employee can easily relate what the 
company spends per hour on him to what he normally receives 
per hour. 
F. ~nge Statistics 
In 195'+ Polaroid conducted an area survey 
and found that their fringe benefits were still in a.dvance 
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of the community. The exception is the eight paid holidays 
which the majority of plants in Massachusetts now give. 
Polaroid feels their "extra vacation day" per yea.rl:! 
service tends to offset this fringe. The fringes included 
in the survey were: 8 paid holidays, vacations, sickness 
benefits, profit sharing, Christmas bonus, and group 
insurance. The following figures will show how the 
Polaroid survey compared with two other surveys, one 
nation-wide and one for the Commonwealth of Massachusetts. 
Cost of Fringe Benefits per Employee -
for the Year Ended 1953 
Polaroid -- $.~283 cents per hour 
Associated Industries of Massachusetts 
$ .229 cents per hour 
United Sta.tes Chamber of Commerce -- $.346 
cents per hour 
The reason for ·the nation-wide figure to be so m'l,lch higher 
is the fact that this figure includes other fringes, namely -
educational subsidy, meals, rest periods, ~ash-up time, old 
age survivor insurance, unemployment tax, severance pay, 
and suggestion awards. That these figures can add con-
siderably to the total Will be pointed out by the fact that 
if the Polaroid suggestion awards, totalling $1,100. and 
the other listed items ~e included, the cents-per-hour 
fi gure would have risen by as much as six cents per hour. 
These benefits are shared by 1162 employees, and one fact 
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pointing up employee satisfaction with this benefit pro-
gram is that employee turnover is 30% below the national 
average. 
73. 
IX. Conclusion 
A. Mana.gement' s Reactions 
A first reaction of some companies to the prob-
lem of fringe issues has been a tendency to reduce the 
amount of fringe benefits wherever possible and to barga.in 
to the utmost before granting any new ones. A second 
reaction has been for management to gra.nt fringe benefits 
in place of increased direct wages. On this point manage-
ment is indulging in wishful thinking if it expects that 
the provision of employee benefits will in any wa.y lessen 
their expenses or automatically boost morale or attract 
and retain employees. Two facts are present here: (1) 
the unions believe that direct wages and fringes are two 
separate items and they intend to fight for them as such , 
and (2) you do not obtain results simply by instituting 
a. gi ve-a.way program. Management should attempt to do 
those things that motivate the employees to feel a respon-
sibility for doing their utmost in return. A third re-
action and attitude of management has been to try to 
compensate their employees in face of an inadequate social 
security system. This idea is influenced mostly by company 
philosophy and is gaining significance in union negotia-
tions. This fact will be borne out by the following 
statistics: the number of private pension plans increased 
about twenty-fold between 1930 and 1951, and the number 
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of persons covered rose from 2.4 million to 9.6 million. 
The number of pension plans in force with life insurance 
companies increased from 1,530 plans in 1940 to 12, 60 
in 1951 - about an eight-fold increase in ten years. 
Social security and other government plans extended coverage 
to additional millions of workers. Thus, nine out of ten 
American civilian workers now earn retirement protection 
in addition to their wages.• 
B. Why Benefits Have Increased 
In the United States, people get paid for what 
they produce. This production pays their wages. As pro-
duction increases, more pay is possible and more pay en-
courages greater production. These two actions bear on 
one another and they may go up or down together. 
The growth of fringe benefits is not accidental. 
Pay, as it has increased over the past few years, has taken 
many forms. These benefits came about and were influenced 
by the age-old desire for security, inter~retations of the 
Taft-Hartley labor law, wage stabilization policies, union 
demands, competition in the labor market, and the federal 
tax laws. 
The desire for security has become more apparent 
in recent years with the increase of industrialization 
and population. Land, children, and neighborliness were 
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the means of attaining it in the early days of our country.* 
Now, people have come to expect their employers or the 
government to foot the bill for their protection. 
In 1949, the National Labor Relations Board ruled 
that pension plans are subject to collective bargaining 
upon union demand whether or not they are pa.rt of the 
The wage stabilization programs of World Vla.r II 
and the Korean conflict helped shift the emphasis from 
direct wage increases to indirect ways of compensating 
employees. Commenting on this change, The Associated 
Industries of Cleveland stated bluntly in January 1952 
that: "As in the case of any stabilizing limit, these 
fringe standards came to create in the minds of labor 
leaders and workers the notion that they were entitled 
to such benefits as a matter of right".*** 
The significance of high taxes cannot be over-
looked. With high corporate te.x rates, employer resist-
a.nce to the cost of employee benefits is reduced. Pension, 
annuity , stock-bonus and profi t-sha.ring plans, are means 
of deferring compensation under Section 23(p) and 165 (a) 
of the Internal Revenue Code, which offer advantages to 
both the employer and his employee. The employer is able 
*27, P.464 
**5, P.l46 
***27, P.465 
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to immediately deduct them and the employee has no tax 
liability until he receives money income.* 
c. Fringe Cost Data 
The Department of Commerce compiles and analyzes 
management's contributions to old age and survivor's 
insurance, unemployment insurance, private pension and 
we lfare funds, sickness compensation funds, and funds for 
compensation for injuries. 
These contributions totalled more than eight 
billion dollars in 1952, more than twice the total of con-
tributions in 1945. Contributions to private pension and 
welfare funds alone increased by twenty times between 191~0 
and 1952, soaring.from ~170 million to $3.4 billion. 
A number of limited studies have also been made 
which shed additional light on fringe benefit costs. 
The Industrial Relations Counselors Service, Inc. 
studied fifty-nine companies with 53u,ooo employees and 
reported that in 1949 the average annual benefit paid to 
each employee was worth $602. Of this total, $72. was for 
welfare benefits required by law (old age and survivor' s 
insurance, unemployment insurance, and workmen's compensa-
tion). The remaining $530. was for pensions, life insurance, 
time not worked, such as vacations and holiday pay, overtime, 
bonuses, and other extra compensation, and miscellaneous 
*4, P.lS16 
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non-cash benefits, s uch as free meals and recrea tional 
activities.* 
A survey of fringe benefits paid to production 
and maintenance workers in 363 Massachusetts companies 
showed the cost in cents per hour of fringe benefits to 
be 23.1 cents or $~62. per year per employee based on two 
thousand hours per year per employee. These figures are 
relatively high when consideration is given to the fact that 
the survey covered only nine fringe benefits, namely: paid 
holidays, paid vacations, personal leave with pay , group 
hospitalization and surgical benefits, life insurance, cash 
sickness and accident benefits, pension and bonus plans.** 
Some figures are available to highlight the 
fringes and their costs for specific companies. 
The Johns-Manville employee benefit programs 
cost $15-1/3 million in 1953. This includes $~-2/3 million 
_for vacations and holidays, $3-1/3 million for impro vement 
of working conditions, $3-1/4 million for retirement and 
$1-1/4 million for social security and unempl oyment insur-
ance. The remaining $2-5/6 million went for group life 
insurance, sickness and accident hospitalization, workmen's 
compensat ion, health and safety , tra ining and education, 
recreation , Quarter Century Club, and miscellaneous expenses. 
*27 , P. 466 
**39, P.2 
The costs of these benefits averaged thirty-seven cents 
per man-hour or an average of $767. per employee for the 
year 1953.* 
The most comprehensive studies of fringe benefits 
were made by the United States Chamber of Commerce for the 
years 1947, 1949, 1951, 1953. The first study was based 
upon data from 203 firms, the second 690 firms," the third 
736 firms and fourth 940 firms. 
The 1953 study found that fringe benefits range 
from less than five percent to more than fifty-five per-
cent of the payroll of the 940 firms; the average payment 
was 19.2 percent of the payroll, 34.6 cents per payroll 
hour, or $720 . a year per employee; by industries , the 
average payment ranged from 14.3 percent for pulp, paper , 
lumber and furniture, to 2S.7 percent for banks , finance 
and trust companies; geographically, payments a.re highest 
in the North East, followed by the East, North Central, 
South Eastern and Western regions. 
D. Conclusions Based on Cases 
The results of the companies studied show that 
the data based on fringe benefits are useful in: cost 
analysis, employee communications, and union negotiations . 
*21, P.437 
Cost analysis is necessary in two respects:-
(1) It shows how the companys' share-holders ' 
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money is being spent. Some fringe cos t s, when analyzed, 
point to the ne ed for control in a pa.rticular area. Of 
cours e those fringes included in a union contract can not 
be changed, but management may affect a control over t hose 
fringes . For exa.r.aple, a company mi ght have included shift 
differentials a s a fringe. Seeing the cost of s uch an 
item might cause the management to consider eliminating a . 
third shift. 
(2) It aids in evaluating the company's fringe 
practices. This was brought out in the Ford Motor Company 
ca s e as their secondary rea son. The fringes granted could 
be contributory to higher pro ductivity and lower labor 
t urnover. 
Employee communica tion is often used to s how the 
employees tha t they receive mor e than what is in t heir pay 
checks, and to make them realize that t heir company is a 
goo d pl ace to work and that the company is genuinely 
interested in their welfare. The comparnes interviewed 
used employee booklets and 11 house organs" as a me~ns of 
publicizing fringe cost da ta. Some of t he companies were 
mo r e extensive in t heir metho ds, but all of t hem felt t he 
effort was worth while. 
It is this author's opinion that employee 
communication is necessa.ry if only for keeping fringe 
costs before the ~yes of the work force. But, it must 
also be kept in mind that such benefits are being con-
sidered more and more as mere conditions of employment. 
Present day employees regard fringe benefits as neither 
pay for work performed nor a spendable payment. There-
fore, the value to be atta.ched to fringe cost data. for 
employees is not as significant as some companies would 
like to believe. 
Today, most companies bargain with unions in 
one degree or another. For example, Company "X" thought 
fringe informa tion most valuable when at the bargaining 
t able. This company has found tha t unions use prevailing 
practice to back their dema.nds for li bera.lized benefits. 
And this company feels that fringes have occupied, and 
will continue to occupy a predominant posit ion in paclca.ge 
bargaining. 
1. The Need For A Definition 
Despite the number of companies studied ~.nd 
information obta.ined through other means, the incredible 
thing is the number and kinds of items included as fringes 
vary so widely that comparability is practically destroyed. 
This question often arises - nWha.t e.re the fringes that 
your company has?" To answer this question you must 
decide what your company means by fringes. This becomes 
more important when a particular company starts to compute 
their fringe costs. This is chiefly a problem in semantics 
and every company must contend with this problem. Of the 
companies interviewed, no two companies agreed as to what 
they consider as fringes. The variations arise from 
several factors:- ( a) differences in definition and guides 
set up to aid in selection of fringes, (b) the use the 
company expects to make of fringe tabulations, for example, 
a company in preparation for union negotiations might 
select only the items that are subject to collective bar-
gaining , and (c) whether or not the sum spent on a specific 
item is determinable often is a criteria for excluding the 
item as a fringe. 
There are certain factors that must be considered 
when deciding whether or not an item is a fringe. These 
are : Practice generally followed in the industry , manage-
ment and employee attitudes , custom, and a decision as to 
which side will benefit the most -- employee or management . 
2. Factors Affecting Compa.ra,bili ty 
Whenever a company analyzes fringe costs, one 
thought always seems to be "How do we compare?". However, 
if a comparison is to be valid, four factors must be 
considered: (a) the definition of fringes, (b) the fringes 
selected, (c) the costs, and ( d) company characteristics. 
a . The Definition 
If the definition of fringes varies from company 
to company, then the resulting cost of the fringe package 
will vary. One company might arrive at a figure of thirty-
one cents per hour for its fringes, while another company 
may come up with thirty-nine cents per hour. For example, 
Polaroid found their fringes amounted to twenty-eight cents 
per hour, v:hile Company "X" had thirty-one cents per hour 
as their cost. This difference arose due to the fact that 
Company "X" included in their fringe tabulations several 
e.ddi tiona.l items such as overtime, bonus , shift premiums, 
rest pexiods, unemployment insurance, woxkme.n 1s compensation, 
Blue Oxoss and Blue Shield, and sevexal employee services 
(xecreation, employee sales, cafetexia). In fact, most of 
the companies interviewed had fringe benefit packages t hat 
differed considerably. 
It is this author's belief that the term "non-
wage payments" would be more descrip tive of these benefits. 
Certain items to be covered by this texm would have to 
ha.ve the following chara.cteristics: ( 1) they must cost 
the company money but have no direct correlation with in-
creased production, (2) they must add directly or indirectly 
to t~e employees pay , (3) they must be available to all 
hourly-paid employees. 
b. The Fringes Selected 
Because of this, compari~ons of total cost figures 
are rela.ti vely invalid. The next thing would be to compa.re 
the cost of individual items in the fringe package. But 
this, too, presents problems. For example, the cost-per-
hour of a benefit such as the pension plan may vary from 
company to company, not because of lower benefits, but 
because of the method of financing. In the case of Procter 
and Gamble this is on a pay-as-you-go ba.sis, whereas in 
the case of The Ford Motor Company the plan is insured and 
it is putting aside money to cover costs of post-service 
cr edits as well as present service credits. This funding 
method raises the initial cost of the plan . For this 
reason, comparability is destroyed, as the plans are the 
same in name only. 
The cost of "Awards" is another example. For 
some companies awards may cover length-of-service, sug-
gestion, and contest awards. Another company may trea.t 
these a s three separate items. In such a case, the two 
companies would find comparison of award costs misleading. 
c. The Costs 
Isolation of specific costs is virtually im-
possible for some companies , due to their payroll records. 
They are unable to separate pay for call-in time actually 
worked from guaranteed time. Another example would be pay 
for grievance and negotiation time. Some companies consider 
t h i s a "fringe", but they cannot satisfactorily determine 
time spent on grievances and cost involved. Ave.ile,bili ty 
of such cost data ma.y affect comparability of fringe costs. 
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Ways of Expressing Fringe Costs 
The companies interviewed for this paper expressed 
·fringe costs in four ways: 
1. Annual cost of a fringe for all 
employees . 
2 . Cost-per-employee per hour. 
3 •• Per cent of payroll . 
4 Cost-per-employee-per-year. 
Naturally , a cost-per-employee- per-year figure 
cannot be compared with a percent of payroll figure. Another 
factor is that when a company publishes a fringe cost as 
cents-per-hour , it seldom states whether that figure is 
based on scheduled hours or productive hours. 
An example of how cost figures can vary depending 
upon the way t hey are computed will be illustrated in a 
hypothetical case. Assume that a company has eight hundred 
hourly-paid employees, and for this example the only fringe 
cost to be computed will be vacations. The average hourly 
rate in the company is ~a . 75, and only seven hundred em-
ployees are eligible for vacations. Of the seven hundred 
employees eligible, three hundred a.nd fifty went on a one-
week vacation, and three hundred and fifty went on a two-
week vacation. Paid time off (holidays and personal lea ve) 
equalled one hundred hours . Overtime hours equalled two 
hundred hours per employee. 
Total Cost of Vacations 
350 x 1. 75 x 40 hours 
350 x 1.75 x 30 hours 
= 
= 
Tota l straight time Productive Hours = Scheduled Hours 
minus paid time off - 52 weeks x 40 hours - 100 hours 
- 20~0 - 100 = 19~0 per employee. 
Total Productive Hours - Straight time Productive 
Hours & Overtime Hours= 19~0 & 200 = 21~0 per employee. 
Cents-per-Productive Hour - Cost of benefit 
- Total Productive Hours 
• k~sd0~ soo 
- 4.21¢ 
Cents-per-Scheduled Hours _ Cost of benefit 
- Total Scheduled Hours 
- 73g500 
- 20 0 X SOO 
= 4.42¢ 
'7hen the companies interviewed attempted to put 
a price tag on their fringe benefits they found that no 
single cost figure could serve the variety of purposes for 
which they computed costs. 
Several of the companies visited have an elabor~te 
payroll and accounting setup that makes readily ava ilable 
the total cost per year of any non-wage extra. Other 
companies have figures on only the larger cost items: 
vacations, pensions, group insurance, holidays. This annual 
cost is the total sum expended by the company over a year 
on a given benefit or service. In t erms of total cost per 
year the cost of a fringe becomes visible, whereas if a 
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company figures the cost in cents-per-hour it is virtually 
negligible in some cases. The annual cost is the f igure, 
in this author's mind, that a company should use to decide 
whether or not to liberalize a benefit. But aside from this 
value, the total cost figure is of little practical use in 
negotiations, comparison, or charting of trends. 
The cost-per-employee-per-year figure may be 
obtained by dividing the total cost of a fringe benefit by 
the average number of employees for the year or by the 
nurnber of employees covered by a certain benefit . The 
first method will produce the cost of the overall benefit 
package per-employee, but this author believes it to be 
more realistic to figure the cost by the second method as 
this will show how much it would cost to cover an . addi-
tional participant. This cost figure is quite effective 
ina,smuch as it is a figure the employee can grasp and re-
le.te to his yearly earnings. lt is also usue.lly too large 
for an employee to ignore. This author believes the im-
pact this figure has on an employee is greater than any 
other. Another i mportant use of this cost figure is that 
it will show changes from year to year. For example , if 
the size or composition of the work force changes over a 
year or so, this figure will point up such changes. 
The per cent of payroll is the total cost of a 
benefit divided by total payroll. The companies inter-
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viewed used this figure for comparison with other companies. 
This is its chief advantage inasmuch as it overcomes vari-
ations in size of the payroll and differences in base rate. 
For example, Company 11 Y11 may have a cost of seven cents-
per-hour for its pension program. Company 11 Z11 may spend 
t wo cents more per hour on pensions . But on a percentage 
basis , both companies find they spend four per cent of 
payroll. 
As indicated in the example of computing cents-
per-hour , the figure may mean cents-per-scheduled or 
cents-per-productive hour. In this author's mind the 
cents-per-hour figure is the most useful of the four 
methods previously discussed. Two distinct advantages are: 
(1) it is useful in arriving at the cost of productive 
hours of work, and (2) since today 1 s bargaining is carried 
on on a package basis, ha.ving the fringe benefits in 
cents-per-hour is a requisite at the bargaining table. 
d. Company Characteristics 
In each company various factors peculiar only to 
that company will affect fringe costs and com~arability. 
The make-up of the work force will affect the cost . For 
example: the previous cost illustration. In that case 
there were no employees receiving three weeks vacation, 
but in another case the majority of the employees may 
receive longer vacations. The fact that a company spends 
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four cents-per-hour on ve.ca.tions in contrast to another 
company paying five cents-per-hour is not indica.ti ve of a 
more liberal vaca.tion policy . Supporting de.ta should be 
presented so as not to give an inaccurate presentation of 
a company's benefit program and the costs relevant to the 
program. 
Total hours worked affects the cost as does the 
Tate of pay. Less haul's worked means fewel' hour's to absorb 
the cost, and results in a higher cents-per-hour figure. 
Higher rates of pay may mean for example, higher vacation 
costs. 
Basically, the company philosophy, tradition, and 
union attitudes on fringes will determine fringe benefit 
expenditures. Some companies may believe that mor e is 
gained from a direct wage increase tha.n from an added 
fringe. But if the company does decide to have expanded 
fringes, the next thing it must decide is - which fringes. 
One company may prefer to have a liberal profit-sharing 
plan; another may decide on Christmas ponuses. As in the 
case of Company 11 X", they felt that a more libera l vacation 
plan offset fewer holidays. 
It is only intelligent, to compare each fringe 
benefit with one another, and to survey the entire fringe 
packa.ge to obtain an. accurate comparison of fringe costs. 
E. Trend 
When a worker is hired to d.a,y, or a new wage con-
tra.ct is agreed upon, the wage rates established no longer 
measure ' the cost of hiring labor, and the number of hours 
actually worked no longer measure the number of hours for 
which the employer must pay. 
The trend toward providing workers with greater 
economic security is seen in the extension of insurance 
benefits to retired employees and their dependents.• 
The cost of providing such benefits may run into millions 
of dollars. Why have companies instituted these programs ? 
The first motive is humanitarian. Some managements believe 
that it is not fair to stop benefits at a time when an 
employee's income has been reduced and when he is at that 
stage of life most subject to illness. Second, the trend 
is toward providing workers with more economic secur'ity. 
The United States Department of Labor estimates 
that early in 1954 at least 11,290,000 workers were covered 
by some type of health insurance or pension plan under 
collective bargaining agreements.** The number of workers 
covered by one or more of these negotiated benefits had 
increased by more than 3. 6 million since mid-1950. Nego-
tiated pension plans covered 7.1 million workers-- up 
two million since 1950. 
*22,P.65 
**22, P. 66 
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One company is pioneering in employee education 
of benefit plans. The Amer ica.n Optical CompanY" has devel-
oped a training progra,m under which it is currently holding 
sessions for all employees to advise them of their rights 
and benefits while working for the company. The seRsions, 
which are under t he leadership of the compa,ny t s tr a ining 
director, are held on company time and the employees Cl.re 
pai d for their time lost from work. 
The trend for companies to grant more benefits 
and t o increase existing benefits is indicated by the 
fact that the cost to Massa.chusetts industry of fringe 
benefits rose from an estimated $200,000,000 in 1949 to 
$278,473,000 in 1953·*"' 
The year 1955 is expected to be one of the 
stormiest as far as union-management negotiations are 
concerned. 1955 is the year for many contracts to be 
signed, and most personnel men are of the opinion that 
bargaining will be tight. Labor is going all out this 
year, with demands for wage increases, increased fringe 
benefits, and in the auto industry, demands for a guaran-
teed annual wage are being added to the list. 
Fringe benefits are constantly being kept under 
surveillance by all parties concerned. Their significance 
ha s prompted the Bureau of Labor Statistics to unclerta.ke 
*22, P.66 
**39, P.5 
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a survey* to shed light on the availability of information 
concerning the cost of fringes , and the feasibility of 
collecting , on a national basis , statistical data on the 
cost of such wage supplements . 
In conclusion it can be said that fringes a ffect 
production costs in exactly the sa.me way as do direct 
wages . The probl em of fringe issues can only be solved 
through constant research and study . 
For this author to say where fringes wil l stop 
would be completely erroneous • . Time is the factor -- and 
we can only wait and see what the future brings . 
Top management and union offic i als seem agreed 
to the fact that the so- called "fringes" are here to stay . 
But they are in equal disagreement over who Will pay the 
final cost . It is this author's belief that the Nation 
will be the one saddled with this expense. 
92 . 
BIBLIOGRAPHY 
I. Books 
1. Bogin, J.C. Profit Sharing and It's Modern Forms 
From The Emplo4er Standpo i nt. Boston , Boston 
University, 19 §. 
2 . Dankert, C.E. Contemnorary Unionism. First 
Edition. New York , Prentice-Hall, 194~. 
3. Derber, f. . How Collective Ba.rgaining Works . 
First Edition . New York, Twentieth Century 
Fund, 194-5. 
4 . • Federal Tax Course. Students 
Edition . New York , Prentice-Hall, 1953. 
5. Gormbley, D.M. Collective Barffaining I ssues . 
Boston , Boston University, 19 9. 
6. Hennig , w. New Ideas in Pension Funds . Boston, 
Boston Universit y , 1954. 
7. Phillips , S.G. Planning of Wage Benefits. 
Boston , Boston University, 1951 
~ . Scott, W.D. and others. Personnel Management . 
Fifth Edit ion. New York , McGraw-Hill, 1954. 
9. Selekman, B.M. Labor Relations and Human 
Relations. First Edition. New Yor k, McGraw-
Hill, 1947. 
II. Bookl ets and Pamphlets 
10. Employee Benefit Plans. New York , Research 
Council for Economic Secur ity, 1950. 
11. Grouu Health Insurance and Sickness Benefit 
Plans in Collective Bargaining. Princeton, N.J., 
Industrial Relations Section, Princeton 
University, 1945. 
III. Newspapers and Periodicals 
12. 
13. 
14 . 
15. 
American Machinist, July 21, 1952. 
--o;;-----==~· "Fringe Benefits Costs 30 Cents 
per Hour Study of Cleveland Indus tries Sho rs ". 
p.l42 
Bests Insurance News, October 1953. _ 
Fergason, G. 11 What Are Fringe Benefits?" 
PP ) j:3-50 
Business Weelt. 
=----=----=-":""· 11 How Non-Wage Costs Add Up." 
November 11, 1950. pp.l22-123 
• "How Fr i nge Benefits Rose in 
M="!F._a_s_s_a._c':""h_u_s_e-:-tts." February 27, 1954. p .l44 
93 .• 
I I I. Uewsna.pers and Periodicals ( Continued) 
16. 
17. 
18. 
19. 
20. 
21. 
22. 
23 . 
24 . 
25 . 
26. 
27. 
28. 
29. 
30 . 
Food Engineering. 
Kissack, W.A. "Fringe Benefit or Benefits". 
April, 1954. p .69. 
Miller, I.M. "Don't Be Fooled by Fringes". 
May , 1954. pp.~S- 89 
Fortune, February 1954. 
. "Hidden Payroll". p . so. 
Har_v_a_r~d-=Bu--siness Review , September-October , 1954. 
Fisher, A.M .. , Chapman, J .F. "Big Costs of 
Little Fringes".pp.35-44 
Magazin~ . bf Wall Street, October 18, 1952. 
Godey, T .L. 11 How Hidden Wa.ges Affect Corpora.te 
Profits". pp .59-61 
Management Re cord. 
• "Br iefs on Pensions and Other 
~B-en_e_f~i~t~s~,,-.- November, 1954. pp.437-438 
"Briefs on Pensions and Other 
Benefits". February, 1955. pp . 65-66 
Management Review . 
• liHow Costly are Fringe Payments?" 
:-:'M-ay-, -=1.-::9::-Tr~ sr-.-p . 242 
,...,..=---=~· "Employee Benefits". September, 
1952. pp .585-586 
Collins, R.D. "SelJ.ing Benefit Plans to Your 
Empl oyees". August, 1953. pp .479-4SO 
August, 1954. 
Personnel . 
11 Fringe Benefits Today: A Surveyn • 
pp .499-500 . 
Sa.rgent, C. W. 11 Fringe Benefits - Do We Know 
Enough About Them?" May , 1954. pp . 462-472 
Teplow, L. "A Problem of Definition?" 
July, 1954. pp.86-87 
Personnel Journal, September, 1954. 
Pa.rke, W.F. 11 Woo The Worlcer: Pay The Cost". 
pp .l}b-137 
Steel, June 29, 1953~ 
_T:"'!:" ____ • "Fringes Become Industrys ' Standard". 
p .41 
31. Time. 
-----· "Fringe On Top". May 31, 1954. p .63 
..,.... __ ,___..,.,.. "Bottomles s Pit of Benefitsn. 32. 
33. 
September 20, 1954. p .lOl 
Trusts and Estates, July 1953. 
Goldste in, M.M . "Trends in Employee Benefit Plans" . 
p .497 
III. Nevrsna-oers and Periodicals (Continued) 
35. 
36. 
37. 
38. 
U. S . News and World Report. 
• 
11 Fringe Pay - How Costs Rise " • 
...,......-=----=-=---=-=· July 25, 1952. pp .72-73 
• "Fringe Benefits: Gains for Unions ". 
~A-pr-~~-1~3~,~1~953. pp.63-64 
~-=---,~="'·• "Fringe Costs Going Up". 
May 28, 1954. pp .l03-104 · 
• "Union Demands for '55". 
=N-ov_e_m~b-e-r~l~9, 1954. p.llO 
Wall Street Journal, February 16, 1955. 
"Labor's Pay Outlook". p.3 
IV. Publications of Government Agencies, Associations, etc. 
39-
!+Q. 
41. 
42. 
44. 
Associated Industries of Massachusetts. Survey 
of Fringe Benefits in Massachusetts Industry. 
Boston, Massachusetts, 1954. 
National Industrial Conference Board. Computing 
the Cost of Fringe Benefits. New York, 1952. 
National Industrial Conference Board. Fringe 
Benefit Packages. New York, 1954. 
U.S. Chamber of Commerce. Bureau of Labor 
Statistics. Bulletin No.1017. Employee-Benefit 
Plans Under Collective Bargaining. Washington,D.C. 
Government Printing Office, 1951. 
U.S. Chamber of Commerce. Economic Research 
Department. Fringe Benefits. 19¢3· V1ashington,D.C. 
Government Printing Office, 195 • 
U.S. Department of La.bor. Bureau of Labor 
Statistics. Bulletin No. 1157-2. Wage and 
Related Benefits - Major Labor Markets 1953-195~- . 
Washington, D.C. Government Printing Office, 1954. 
V. Personal Sources of Information 
Persons Interviewed. 
Rock, C.F. Industrial Relations Manager, 
General Electric Co., Lynn, Mass. 
Berndt, R. Asst .Personnel Ma.nager, Atlantic 
Gelatine Division of General Foods Corp., 
Woburn, Mass. 
Hughes, _. Personnel Manager, Socony-Vacuum 
Oil Co., Boston, Mass. 
95. 
Pierce, K.W. Industrial Relations Analyst Depart-
ment Me.na.ger, Ford Motor Company, Dearborn, Michigan. 
V. Personal Sources of Information (Continued) 
49 . Curtis, C.E. Industrial Re lations Supervisor , 
Procter and Gamble Manufacturing Co., Quincy , Mass. 
50. ( ). Wage and Salary Administrator , 
Company 11 X11 • 
51. Judson, A. Personnel Manager , Polaroid Corp ., 
Cambridge, Mass . 
96. 
